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Abstract 
The present day social, political and economic reality in Romania reflects upon the Romanian educational system directly 
affecting as such the teachers’ status and role, their living standard, work safety, motivation and professional satisfaction. The 
question which rises is „what is the reason which determines teachers to remain in the educational organization for all that?” 
Organizational commitment to the organization he is part of can be one of the answers to the question. The present study 
focuses on determining the level of the organizational commitment in the educational environment as regards the three aspects 
of the commitment, as well as on the exploring  the factors considered as predictors of the occupational commitment for 
Romanian teachers. 
© 2012 Published by Elsevier Ltd. Selection and/or peer-review under responsibility of PSIWORLD 2012. 
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1. Introduction 
The present day social, political and economic reality in Romania reflects upon the Romanian educational 
system directly affecting as such the teachers’ status and role, their living standard, work safety, motivation and 
professional satisfaction, etc. recent studies show that there are increasing difficulties in recruiting and 
maintaining competent beginners in the educational system, in the urban  and especially in the rural environment. 
The question which rises is „what is the reason which determines teachers to remain in the educational 
organization for all that?” We can say that the teachers’ decision to take up the didactic career represents a 
complex pattern which includes specific behaviours and attitudes. A multitude of individual characteristics can 
influence  their organizational behaviour in work: aspirations, motives, needs, perceptions, personality, the ability 
to learn, creativity as well as the characteristics of their organization: working conditions, benefits, the co-
workers, the managerial style, the politics of the system,  promotion opportunities etc. These factors interrelate 
and influence teachers in attitudes and behaviours. Thus, the result can be seen in a variety of attitudes and 
behaviours, including different levels of work satisfaction, different levels of productivity and performance, 
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absenteeism and turnover, but also in organizational commitment – the attitude which reflect the strength of the 
bond between the employee and the organization he is part of.  
2. Organizational commitment in the Romanian academic environment 
2.1. Organizational commitment 
One of the concepts which determine the teacher’s interests towards the academic environment is the level of 
the organizational commitment. Organizational commitment consists of several factors, such as the belief and the 
acceptance of the goals, values and objectives of the organization, the employee’s wish to endeavor for the 
organization, and a strong desire to remain within it. 
The concept of professional commitment signifies an attitude which reflects the strength of the bond between 
an  employee  and  an  organization.  Most  authors  define  this  concept  as  being  the  strength  of  an  individual’s   
identification and implication in an organization (Morrow, 1993, Charles-Pauvers, Wang, 1999) or the 
psychological attachment felt by a person to an organization and reflects to which extent the individual 
interiorized and adopted the characteristics or the perspectives of the organization (O'Reilly, Chatman, 1986).  
Meyer and Allen (1990), develop the “three-component model of organizational commitment”, based on the 
observations effectuated in several types organizations. 
Affective commitment (AC) has been defined as the commitment based on the identification and the 
implication of the person with the organization. It is an emotional attachment, people who have a high level of 
the affective commitment to the organization, remain in it as they want to. Mowday, Steers and Porter defined the 
concept (1979), and established the existence of three factors or three dimensions: a strong belief in and the 
acceptance of the goals and values of the organization; the disposition to make considerable efforts for the benefit 
of it; a strong desire to remain a member of the organization. 
The continuance commitment (CC) is based on the material and psychological costs  implied when leaving the 
organization, people who have such a commitment remain in it because they are bound to. Based on the side-bet-
theory, CC includes those value investments (bonuses, vacations, etc.) achieved either by the employee, or by the 
organization and which have no connection with the activity in itself but which ensures continuity. One can 
observe the commitment becomes much more calculating, reflecting a pluralism of the employees’ interests 
accepted and fulfilled by the organization, which “binds up” the individual to the organization, within a kind of 
exchange or informal contract. This type of commitment implies two dimensions: the size and/or the number of 
side-bets (investments) made by an individual; the lack of the alternatives perceived at the working place 
(Nicolae, 2003). 
Normative commitment (NC) is based on an ideology or feeling of obligation towards the organization, on the 
person’s moral belief that is right and moral to remain in it. People with a high normative commitment remain in 
an organization as they believe they “ought to do it”. This feeling of obligation, of staying with the organization 
may result from the internalized norms exercised upon the individual before or after joining the organization, 
through the cultural and homely socialization process or organizational socialization, respectively.  
Taking into account the fact that the educational organization represents certain specific characteristics “ (at 
the level of the bureaucratic- centralized structure, specifically controlled educational policies, a centralized 
decisional system, a standardized wage scale, a rigid and limited promotion system), we may also consider a 
commitment of the academic type, which implies  specific characteristics. 
2.2. Determinants of the academic commitment 
Numerous authors starting from the principle “if we act upon the causes, we shall obtain the desired results” 
tried to determine and to isolate the components of the organizational commitment. The studies in the field affirm 
that organizational commitment can be determined by two categories of factors: personal factors which include 
the disposition values (professional values, personality type, locus of control), the demographic values (age, 
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gender, educational level, marital status), the social factors (the social support) and the organizational factors: 
structure of the position, the organization type, professional experience, job satisfaction etc.  
Our pilot study aims at identifying the main determinants of the academic commitment, considering: 
2.2.1. Didactic experience 
Didactic experience refers to the period in years the teacher has been employed in an educational organization. 
The studies show that didactic experience can be a strong indicator of the professional commitment, mainly of 
the affective and continuance one. 
2.2.2.  Social support 
Social support refers to the exchange of resources intended to enhance the well-being of the recipient 
(Emmelkamp et al., 2002). Perceived social support has been shown to have a stronger relation to psychological 
distress than received social support (Cutrona & Russell, 1987; Thoits, 1985; Emmelkamp et al., 2002). We 
consider that at the level of the educational environment, the social support is sustained by the mentor. A mentor 
is a high ranking influential member of the organization who has advanced experience and knowledge and who is 
committed to providing upward mobility and support to a particular junior member’s career (Ragins & Cotton, 
1991). Mentoring is an important determinant of career success, which fulfills the following functions: a career 
function (coaching, advice) and a psychosocial function (friend, counselor, emotional support, source of 
acceptance). The teacher who benefited from the psychosocial support of a mentor tends to be more committed to 
the educational environment and to the organization he is part of. 
2.2.3. Locus of control 
The term of locus of control introduced by J. Rotter refers to the attitude and the beliefs concerning the 
relation between behaviour and effect. It has been noticed that persons with an internal locus of control answer 
differently at stress as compared to those with an external one.  
2.2.4. Job satisfaction 
In the present study, job satisfaction is defined as collection of attitudes the employees have towards their 
work (G. Jones, 1996). Locke (1976) approaches job satisfaction as a pleasant and positive emotional state 
resulted after evaluating one’s work or from work experience.  
3. Objectives 
The present study focuses on one hand on the determination of the level of the organizational commitment in 
the educational environment from the three-component model perspective (affective, normative and 
continuance), as well as on the investigation of the influence of the academic commitment determinant factors at 
Romanian teachers. To this purpose, we have proposed to demonstrate that there are significant differences 
according to the didactic experience between the components of academic commitment and personal variables 
(didactic experience, locus of control) and psychosocial variables (social support and job satisfaction) as 
predictors of academic commitment. 
4. Method 
4.1. Subjects 
The sample of participants has been chosen by non-aleatory randomization and consisted of 106 teachers 
(women 82, 07% and men 18, 92%), who work both in the urban (64%), and the rural environment (36%), 
having the specialization primary and preschool pedagogy. The group of participants presents the following 
structure, according to the variable work experience in the educational system: up to 10 years experience – 15 
teachers, between 11 -20 years work experience – 56 teachers and over 20 years work experience – 35 teachers. 
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4.2. Instruments 
Organization Commitment Scale – OCS- (adapted after Mayer & Allen), is a scale which evaluates the type of 
commitment in an organization (affective, continuance or normative). Job Satisfaction Survey- JSS- (adapted 
after Spector, 1988) evaluates the employees’ attitudes as regards their work and its aspects: pay, promotion, 
supervision, fringe benefits, contingent rewards, operating procedures, coworkers, nature of work, 
communication. Work Locus of Control Scale – WLCS 8 short form- (adapted after Spector, 1988) represents an 
instrument to assess control beliefs in the workplace. Global Measure of Mentor (Dreher & Ash, 1990) evaluates 
the extent to which the person established a relation to a mentor and benefited from this relation. 
5. Results and discussions 
The analysis of data confirms that there are significant differences among the components of the academic 
commitment according to the didactic experience, as it follows: as regards  A, significant differences have been 
recorded  between the teachers having an experience of up to 10 years (m1=22, sd=3,4) and those with over 20 
years work experience (m3=26, sd=2,2), but no significant differences have been recorded between those with a 
didactic experience of 11 - 20 years  (m2=23,6, sd=2,1) and those with over 20 years didactic experience. During  
professional experience, teachers engage affectively in the activity, establishing affective relations with 
coworkers and with pupils. The studies also demonstrate that empathy- the capacity to transpose in the other’s 
place as if you were him, as a didactic characteristic of the teacher, develops and strengthens in time and this has 
a strong affective component. Other studies on the affective capacities of the teacher confirm that these develop 
in time, while professing and transform in stable personality traits. As regards NC, as well as CC no significant 
differences have been recorded among the three analyzed groups.  The explanation can be derived from the 
socioeconomic perspective of the Romanian current background. Within the context of financial recession, the 
perspective of unemployment and an uncertain future for young people, and especially the specific of the didactic 
profession leads to a high continuance and normative commitment to the didactic profession but also to the 
organization where the teacher develops his/her didactic activity. 
Table 1. Inter- correlation Pearsons among AC, CC, NC and the determinants 
 Affective Commitment Continuance Commitment Normative Commitment 
Didactic experience 49.52** 25.12** - 33.16 
Locus of control 24.22 37.44 12.44 
Job satisfaction 48.45** 15.74 18.56 
Social support 47.55** 17.44 -24.18 
** p 0,001 (2 tailed), N=106 
 
The relations between the determinant variables of the academic commitment and its components have been 
analyzed in terms of correlational study: 
A significant and moderate relation has been observed between AC and professional experience on one hand 
and social support on the other. Affective commitment refers to the strong belief in and in accepting the 
professional goals and values of an organization and to the disposition to make considerable efforts in order to 
achieve professional objectives and responsibilities. The relations also observed in other studies can be explained 
by the fact that social support offered by the presence of a mentor with whom one settles his own professional 
objectives and who has a coaching and feedback role, determines a high level of professional commitment. 
Another significant relation has been observed between AC and professional satisfaction. Job satisfaction is an 
individual emotional response to the characteristics of the developed professional activity but it is also influenced 
by personal characteristics of each individual. The affective reaction initiated by the respective activity, in our 
case the didactic activity, satisfaction can be owed to the pleasure of the activity itself, to the role played in the 
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professional activity or even to the value attached by everyone in exchange of his work. As concerns AC and the 
locus of control, significant relations have not been recorded in our sample. 
Weak significant relations have been observed between AC and didactic experience but no significant 
relations have been observed between AC, respectively NC and other investigated variables. 
6. Conclusions 
The present study represents the first stage of a pilot study which aims at identifying the distinctiveness of the 
academic commitment, of its specific dimensions as well as of its determinants. The data collected by us cannot 
be generalized due to the restrained nature of the investigated sample. 
The major implication of the study is given by the fact that through the identification of the educational 
commitment level and of the factors which determine the type of educational commitment, we can plan efficient 
educational strategies, according to the necessities of the educational organizations, with a view to 
counterbalance the negative effects and to raise the level of organizational commitment in the educational 
system. Thus, it can be observed that beside a high level of professional satisfaction (the didactic activity in 
itself), the presence of an active mentor who involves in the junior member’s professional life can act as 
determinants of academic commitment. 
The present study opens new perspectives of research in the field of academic commitment by also relating to 
other organizational variables: the type of leadership, organizational culture, organizational learning etc. 
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